The development of bank's credit card business faces serious challenges, and the bank employees' turnover is becoming increasingly serious. In view of this, this thesis takes the employees of the credit card department of the six banking institutions in Guangzhou as the research object, and explores the key factors that influence the talent turnover of Chinese banking industry in the current environment. An official questionnaire is designed for research. Combining with the actual situation of corporate and domestic and foreign research results, in addition to the relational analysis on salary and benefits, career promotion and management communication which are traditional issues, this thesis has constructed a relational model of internal and external factors in the context of performance-based high-pressure brought by market saturation and the impact of the emerging business of mobile payment and virtual credit cards business. This thesis is more scientifically and comprehensively used for analysis and discussion. The talent turnover of bank's credit card business is mainly due to the ambiguity in the development prospects of credit card business, the impact of mobile payment and emerging business of virtual credit card on employees' psychological expectations, the high pressure of employees' performance due to saturation of the credit card market, and the development of new consumer finance companies. Also, external work opportunities and other intricate internal and external factors lead to this result.
Introduction

Research Background
With the increasingly fierce market competition in China's financial industry, increasingly stringent regulatory policies, the acceleration of marketization of interest rate, the acceleration of the financial media process, and increasingly complicated customer demands, impact of Internet finance are increasing. Because Banks' financing functions start to decline, simple traditional asset and liability businesses can no longer create considerable profits. According to The People's Bank of China "Statistics Report on Financial Institutions Loan Investment" over the years (The People's Bank of China, 2017) , the scale of China's consumer credit balance has grown from 7.5 trillion Yuan in 2010 to 25.06 trillion Yuan in 2016.
At the same time, the loss of bank employees has become increasingly serious. Institutions are facing more and more difficulties and challenges in talent management.
Research Purpose
Now, the problem of talent turnover in bank's credit card centre and the stability of the talent team are particularly urgent. This thesis is based on previous studies of the talent turnover of other companies and a bank's credit card business. It takes the credit card employees of the six banking institutions in Guangzhou as the research object, exploring the relationship between talent turnover and management factors in the context of new competitive environment in the financial industry faced by banks. Based on the findings of empirical research, this thesis explores how banks can more effectively build a management system that stably and effectively trains and develops talent. By avoiding talent turnover, the core competitiveness of banking institutions can be improved and continuous development can be achieved.
Research Content
This topic intends to take the credit card business of the banking industry in Guangzhou as the research object, and conducts a systematic study on the talent turnover from the perspective of management. Through the status quo of the bank's credit card business in Guangzhou, the questionnaires on bank's credit card employees are used to analyze the causes of talent turnover. On this basis, the thesis optimizes the design of the human resources management system of the bank's credit card center and proposes countermeasures for the loss of credit card talent.
Literature Review
Definition of Talent Turnover
The talent turnover (Baidu Baike, 2016) refers to the phenomenon in which a person who plays an important role in the development of his or her business, even a key player, resigns initiatively or loses his active role. There is overt and covert loss of talents. The former refers to the company's talents leaving for some reasons and working for another company which causes difficulties for the company's human resources management, thereby affecting its operation and development. The latter refers to the company's talents who lose their motivation due to insufficient incentives or other reasons that their talents do not come into play, thereby affecting the company's development.
Classification of Talent Turnover
To correctly understand and measure talent turnover, talent turnover must be classified. There are two common categories of talent turnover for researchers: 1) According to the classification of decision maker, talent turnover can be divided into active loss and passive loss. The active loss refers to the decision made mainly by employees, including the active resignation of all employees. When the employee's wages or the marginal benefits they receive do not meet their ex-
Model of Talent Turnover
March-Simon Model
The March-Simon model (James et al., 1993) , also known as the "actor-based decision-maker" model, is a relatively early and influential general model of employee turnover.
The model is actually composed of two models: one model studies the perceived rationality of turnover of the company, including two core factors, namely employee satisfaction and turnover possibility.
Another model analyzes the easiness of turnover of the company, the number of companies that employees can see the availability of qualified jobs, and the degree to which they are willing to accept these positions. These factors are determinants in this model. This model has a logically clear picture of the factors influencing the behavior research of talent turnover, and has become an important theoretical basis for later talent turnover research.
Price-Mueller Model
American scholar Price (2001) has established an influential model to explain the psychological process of employee turnover: when employees are dissatisfied with the job, they will look for other opportunities within the organization.
When they find a better chance, they will leave. When there are no suitable opportunities or opportunities are not good enough, they will stay in the organization with psychological tendency to leave.
From the perspective of the model as a whole, the Price-Mueller model is devoted to the analysis of the influential mechanism of intention to stay, and the variables that affect the intention to stay including five types of environmental variables, individual variables, structural variables, intermediary variables and control variables.
The environment variables include two variables: responsibility and opportunity of relatives. The responsibility of relatives refers to the obligation on relatives living in the same community; opportunity refers to the ease with which alternative jobs can be found. The model points out that these two variables can have direct and indirect effect on the loss, that is, they have an effect on job satisfaction.
The individual variables include three variables: general training, job involvement, and positive/negative emotions. General training refers to the extent to which employees' knowledge and skills can be used by other companies. Un-der normal circumstances, employers will increase their employees' salary, status, and rights to protect their own investments in special training for employees. This will reduce employees' job search behavior and loss intentions. Job involvement refers to the extent to which employees work hard and get rewarded. Increased returns are job satisfaction and organizational commitment.
The structured variables include seven variables: work autonomy, distribution fairness, job stress, salary, promotion opportunities, job monotony, and social support. Work autonomy refers to the extent to which employees control their own work rights. Distribution fairness refers to the extent to which the organization's rewards and penalties are linked to work performance. Work stress has four dimensions: lack of resources, role ambiguity, role conflict, and work overload. Salary refers to the money and other equivalents obtained as a result of working for the organization. Promotion opportunities are vertical occupational movements within the organization. Job monotony refers to the degree of work duplication. Social support includes the support level on work from the superiors, colleagues and relatives for work Support level.
Intermediary variables refer to job satisfaction, organizational commitment and job-seeking behavior. Job satisfaction refers to the extent to which employees like their work. Organizational commitment is the degree of employee loyalty to a social unit. Job-seeking behavior refers to the active level of employees looking for another job.
The Price-Mueller model abstracts and summarizes the external environment and the macro and micro factors of talent turnover. It clearly points out the types of variables and specific variables affecting the talent turnover and carefully points out the impact of environment, individual, structure, and process on the turnover behavior. It pointed out that the relationship between variables affecting turnover behavior and can be closely combine with the analysis of the causes of talent turnover. Mobley (1982) believes that research should focus on the behavioral and cognitive processes between employee satisfaction and the actual turnover rather than the simple correspondence between employee satisfaction and turnover. Mobley builds his own theoretical model of employee turnover selection on the basis of absorbing the advantages of the March-Simon model.
Mobley Mediation Model
The model points out that: 1) If employees are dissatisfied with the existing work, they will have the idea of leaving the company; 2) After the idea is generated, they will seek an external evaluation; 3) Then, they will evaluate and choose the corresponding plans; 4) The intention of resignation comes to mind; 5) The final decision is to leave. Therefore, the resignation decision made by employees is a result of repeated measurement and adjustment. The main theoretical assumption of this model is that the reason why employees leave is not merely the result of the current low level of job satisfaction, but the final decision made after a comprehensive evaluation of various factors.
Research on Influential Factors of Talent Turnover at Home and Abroad
At present, the research on the influencing factors of talent turnover can be divided into two types in the academia: 1) From the source of talent turnover, mainly analyzing the root cause of talent turnover, and thus implementing targeted management; 2) From the results of talent turnover, comparing study of various coping strategies to compensate for the negative impact and losses caused by talent turnover. The study of the talent turnover in the western countries was earlier. Scholars have conducted many researches from different levels and perspectives, formed many mature research results, and built theoretical models of talent turnover. Price (1977) believed that the main factors determining the talent turnover are: salary level, integration, tool-based communication (which directly affects the role of employees), formal communication (transmitting information through formal office channels), and centralization (centralization of power). Deery & Shaw (1997) found that in addition to factors such as salary and job expectation, factors that affect talent turnover also include lack of effective communication between managers and employees, and lack of corporate culture. Hiltrop (1999) pointed out that the factors of talent turnover include: work remuneration, job challenges, training and promotion opportunities, socio-economic conditions, work schedules, job responsibilities, work autonomy, job security and career development opportunities. The study of talent turnover by domestic scholars began in the early 1990s, drawing on mature theoretical models to creatively study the talent turnover of companies based on the characteristics of different industries. Zhang & Zhang (2003) sampled 470 technical employees of IT companies and used OLS regression analysis to conduct an empirical study of the Price's turnover intention model.
Research shows that the model can better explain the intention of turnover of the samples in the researched industry. Combining with the actualization of China's industrialization process, Ye, Wang, & Lin (2005) believed that the main factors affecting the loss of knowledgeable employees in high-tech companies in China are the employees' satisfaction with existing jobs and the degree to which employees' expectations are fulfilled. At the same time, the personal characteristics and non-work factors of employees also cause the turnover of employees. Also, employee's leaving behavior is also affected by external conditions such as supply and demand in the labor market and organizational constraints.
With regard to the causes of the talent turnover, the academic community and the business community have conducted joint discussions and achieved certain consensus and results. However, due to differences in research perspectives and 
Research Hypothesis and Questionnaire Design
In order to better study the actual situation of the talent turnover of bank's credit card employees, the research is conducted on the basis of Weng (2009) "Questionnaire on Employees' Career Growth" and Chay & Aryee (1999) and Garavan et al. (2006) . The employees of bank's credit card center are interviewed individually. Combined with the organizational environment characteristics faced by the employees of bank's credit card center, 70 items that were combed are revised, and finally a formal questionnaire of 63 items was formed. In order to eliminate the echo effect, this research employs the Likert-type 6-points scale, in which "1" means very unsatisfied, "2" means relatively unsatisfied, and "3" means somewhat unsatisfied. "4" means a little bit satisfied, "5" means somewhat satisfied, and "6" means very satisfied. Participants are asked to choose the option that best fits their situation. Through a small sample test, the questionnaire has good internal consistency and reliability in the test, but also has a good structural validity. 
Questionnaire Design
The total 6 categories of 63 questions are designed for this questionnaire (see Appendix) . The first category focuses on the basic situation of employees; the second category examines the dimension of employees' loyalty imbalances; the third category examines the impact of employee turnover; the fourth category examines the assessment of response measures on talent turnover; the fifth category examines the subjectivity of internal and external reasons of employee turnover. 1) Basic information of employees: 7 items including gender, age, marital status, highest academic qualification, form of employment, working years, and total income of the previous year.
2) Assessment Scale of Employees' Loyalty Imbalance Dimension: this part of the questionnaire mainly refers to the three-factor model of Allen & Meye (1990) and developed the "Questionnaire of Employees' Organizational Commitment for Chinese Enterprises" developed by Ling, Zhang, & Fang (2000) and their research results. Employee loyalty has been divided into five dimensions: emotional loyalty, normative loyalty, ideal loyalty, economic loyalty, and opportunity loyalty. It has also been designed with reference to the scale of Ke Yuanzhen's (Ke, 2010 )" Empirical Analysis on Corporate Loyalty of Enterprises' Core Employees with 15 questions. The questions that respondents are asked to answer mainly present in three ways: The first is the objective choice question, which is mainly to investigate the basic situation of the respondent. The second type of questions, which is based on the Likert-type scale, covers aspects such as work pressure, career development prospects, compensation and benefits, promotion opportunities, management communication, and work responsibilities. The measurement for these elements is based on Likert-type 6-point scale. The third type is subjective problems which are mainly the investigation of the primary reasons for the resignation of employees, the prioritization of external job opportunities, and the specific measures for dealing with talent turnover. H2b: There is a positive relationship between traditional credit card business and the employee's turnover in virtual credit card business.
Method of Data Analysis
Research Hypothesis
H2c: There is a positive relationship between the pressure of competition in the bank's credit card business and employee turnover.
H3: Low satisfaction rate of welfare center in credit card business is the first influential factor in talent turnover.
H3a: There is a negative relationship between compensation and employee turnover.
H3b: There is a negative relationship between fair distribution systems and benefits and employee turnover.
H3c: There is negative relationship between labor income matching and employee turnover.
H4: Low maturity of management of credit card business has a significant positive relationship with talent turnover.
H4a: There is negative relationship between management communication and employee turnover.
H4b: There is a negative relationship between the smooth mechanism of information transmission of the company and the employee turnover.
H4c: There is negative relationship between promotion mechanism and employee turnover.
H4d: There is a negative relationship between reasonable and fair workload distribution and employee turnover.
H5: There is responsibility of employees of credit card center has a significant negative relationship with talent turnover.
H5a: There is a negative relationship between job challenges and employee turnover.
Based on the above discussion and assumptions, this research constructs the hypothesis model of loyalty influence factors as shown in Figure 2. 
Reliability Test
In order to test the reliability and validity of the questionnaire, this research employees the "homogeneity reliability (using Cronbach's α coefficient)" method to test the influential factors of employee turnover and the dimension of loyalty imbalance on the reliability test. The test results are shown in Table 2 and Table   3 . Table 3 . Reliability of employee loyalty imbalance (N = 175). In general, the reliability coefficient of 0.70 or more is in line with psychometric requirements. Table 2 and Table 3 show that the survey questionnaire of influential factors of employee turnover and loyalty as well as the overall homogeneity reliability of the factor all reach 0.80 or more, which ensures the reliability of the questionnaire. From the indicators of internal consistency, the homogeneity of the influencing factors is basically above 0.77.
In terms of validity test, the questionnaire was modified based on the verified scales. After filling the questionnaires, the respondents were also asked for their opinions on the spot. The expression of questions in the questionnaire were repeatedly considered and modified. Then, market research was requested. Experts in the field checked the questionnaire and revised some of the items according to the results of the preliminary investigation. The above steps guaranteed the content validity of the questionnaire.
Empirical Research and Question Analysis
The data between variables are analyzed through SPSSAU6.0, and the assump- 
Descriptive Analysis of Sample Data
The object of the questionnaire survey include existing employees of credit card center, managers of operation department, and some resigned employees of credit card center. 230 questionnaires were distributed, 201 were actually recovered, and questionnaires that did not answer the questions and answered logical contradictions were eliminated. Finally, 175 valid questionnaires were obtained and the effective recovery rate was 87%.
The demographic information of the sample variables are shown:
1) In terms of gender, there are 53 males, accounting for 30.29%; 122 females, accounting for 69.71%. There is slightly more female banking staff. In terms of marital status, 56.57% are unmarried and 16% are married (no children), married (with children) accounted for 27.43%, basically in line with the overall gender and marriage status of employees of credit card business.
2) In terms of age, the number of people aged between 26 -30 is the highest, accounting for 44%. In addition, employees under the age of 26 account for 33.14%. The number of people aged 31 -35 account for 20.57%. The number of people over the age of 36 account for 2.29%. In general, the subjects are younger.
3) In academic background, subjects' academic qualifications are mainly concentrated in junior colleges and bachelor, with the largest number being bachelor and equivalents, accounting for 53.71%, junior colleges and equivalents accounting for 43.43%, master's degree or above accounting for 2.86%. According Journal of Financial Risk Management to the distribution of academic qualifications of samples, the proportion of highly-educated persons (undergraduate and above) is slightly higher than that of the overall employees of credit card center. This is mainly due to the fact that this survey is mainly for formal employees of bank's credit card centers. When banks recruit regular employees from the society or campus, there will be clear academic requirements. The labor dispatching staffs of the credit card center have relatively low academic qualifications, but this survey did not issue a large number of survey questionnaires to Labor dispatching groups.
4)
In terms of employment, the sample includes formal 137 middle and long-term contract workers, accounting for 78.29%; 28 short-term contract workers, accounting for 16%; and 3 laborers, accounting for 1.71%. It's basically in line with the status quo of personnel structure of credit card.
5) In terms of the number of working years, there are 44.9% of the employees working for more than 10 years, 37.2% of the employees in 4 -10 years, 13.5% in 1 -3 years, and 4.5% in one year. In general, the length of time for participants is mostly longer. This is mainly because the employees of state-owned enterprises are less mobile. Even if they are not willing to work in the current credit card center, the company can better arrange them to other suitable positions.
6) In the total revenue of the previous year, 50,000 -100,000 accounted for 66.29%, 50,000 -100,000 accounted for 13.71%, 100,000 -150 thousand accounted for 12%, 150,000 -200 thousand accounted for 4%, and 200,000 -300,000 accounted for 2.86%, more than 300,000 and 1.14%. These are basically in line with the current status of the current income of employees of credit card center (Table 4) .
Cross-Tab Analysis and Chi-Square Test Based on Different Types of Comparison
This part mainly analyzes the cross-tabulation of variables of individual characteristics such as gender, age, education, marital status, employment patterns, and working years of client managers, and discusses whether these variables are different in the dimensions of employee loyalty imbalance. The entire process is performed using the SPSSAU6.0 cross-tab analysis and chi-square test.
Cross-Tab Analysis and Chi-Square Test of Gender Comparison
In order to understand the difference in the gender dimension of the talent turnover of employees in credit card center, we conducted a cross-tab analysis and a chi-square test on employees of different gender in credit card centers.
The analysis results are shown in Table 5 .
The result show that the gender of employees of credit card center does not differ significantly in the three dimensions of emotional loyalty, normative loyalty and economic loyalty, but there are significant differences in the two dimensions of ideal loyalty and opportunity loyalty, that is, in the employee groups of credit card center, the effect of gender to loyalty on employees of credit card center is mainly focused on ideal loyalty and opportunity loyalty. It is generally believed that male employees of credit card center are more concerned with the future and development prospects than female employees of credit card center. Table 6 .
L. Duan, L. Yan Journal of Financial Risk Management
The results show that there are notable differences between the dimensions of imbalance of economic loyalty. There're no notable differences for the different age groups in the four dimensions of emotional loyalty imbalance, normative loyalty imbalance, ideal loyalty imbalance and opportunity loyalty imbalance. It means that age has not a significant relationship with the talent turnover of employees of credit card center. Previous studies have suggested that the older you are, the better you can be able to keep yourselves that you won't change your job easily. Grusky (1966) found that "organizational loyalty increases as the number of employees in the organization increases."
After further analysis, it can be seen that young employees of credit card center under the age of 30 choose "For opportunities and realization of ideals, I'm willing to break through the limitations of the existing family economic conditions". This is because young employees of credit card center under the age of 30
have age advantages and have been well-educated generally with advantages in foreign language proficiency, computer use, marketing skills, and even physical fitness. 
Cross-Tab Analysis and Chi-Square Test of Marital Status Comparison
In order to understand the differences in the dimensions of employee loyalty in credit card centers, variance analysis and significant tests on married and unmarried employees of credit card center are conducted. The analysis results are shown in Table 7 .
The results show that there are no significant differences in the five dimensions of emotional credit loyalty, normative loyalty imbalance, ideal loyalty imbalance, economic loyalty imbalance and opportunity loyalty imbalance in employees of credit card center with different marital status. It follows that there is no significant relationship between marital status and talent turnover of employees of credit card center.
Cross-Tab Analysis and Chi-Square Test of Forms of Employment
Comparison There are two forms of employment for employees in credit card center, namely, contract staffs (regular staffs) and labor dispatching contract staffs (non-regular staffs). The analysis results are shown in Table 8 .
The results show that there is no significant difference in the three dimensions of emotional loyalty (p > 0.05), economical loyalty imbalance (p > 0.05) and opportunity loyalty imbalance (p > 0.05) among employees of different types of employment forms; normative loyalty imbalance (p = 0.000 < 0.05) and ideal loyalty imbalance (p = 0.000 < 0.05), both of which have significant differences. Journal of Financial Risk Management (Wu, 2010) .
However, there are no significant differences between regular and non-regular staffs in the aspect of emotional loyalty imbalance, economic loyalty imbalance, and opportunity loyalty imbalance. This is closely related to the characteristics of Table 9 .
The results show that there is no significant difference in the normative loyalty imbalance, economical loyalty imbalance and opportunity loyalty imbalance among employees of credit card centers with different educational backgrounds, but there are significant differences in the two dimensions of emotional loyalty and ideal loyalty, indicating that academic differences are not the important factor affecting employees of credit cards center on loyalty imbalance.
According to further analysis, employees of credit card center with bachelor's degree account for 53.71% of the total number, which is the backbone of the company. This group has advantages in terms of academic qualifications compared to junior college employees. The proportions of employees with master's or higher degree is small, but have received more attention from the management team because of high academic qualification. They have also demonstrated stronger qualities in their actual work so that the prospective opportunities for the promotion of the position are higher than those of employees with a bachelor's degree. Moreover, the distribution of salary is slightly higher. 
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Cross-Tab Analysis and Chi-Square Test of Working Years
Comparison This study divides the working years of employees of credit card center in the current company into four grades: 1) 1 years and below 2) 1 -3 years 3) 4 -10 years 4) 10 years and above. The analysis results are shown in Table 10 .
The results show that there are no significant differences in the three dimensions of emotional loyalty imbalance, normative loyalty imbalance and opportunity loyalty imbalance in the current employees of credit card center of different working years, that is, the working years have little effect on the employee career development after the departure of credit card center. However, there are significant differences in the two dimensions of the ideal loyalty imbalance and economic loyalty imbalance. It means that the working year of current company has a significant effect on the loyalty of employees of credit card center.
It is generally believed that the longer the employees work in the company, the higher their loyalty to the company. Because they spend more time with company as they spend more time working in the company, they increasingly tie the company to their career planning, so they are not willing to leave. The new employees are just entering the company and are unfamiliar with new environment to which they are hard to adapt. They will choose to leave company if there is any change.
However, through further analysis, it can be seen that the length of work does high reputation and they can achieve rapid personal growth in the short term.
They can get more job satisfaction, especially those who have just graduated from school. They are full of interest about the company and are willing to accept the challenges brought about by the work. Some of them didn't understand the company soon after coming to the company. Their relationships with other colleagues are simple and their appeal to the high position is not strong with low desire to high compensation.
Cross-Tab Analysis and Chi-Square Test of Total Income of the Previous Year Comparison
This study divides the total income in the previous year of employees of credit card center into 6 levels: 1) below 50 thousand; 2) 50 -100 thousand; 3) 100 -150 thousand; 4) 150 -200 thousand; 5) 200 -300 thousand; 6) 300 thousand and above. The analysis results are shown in Table 11 .
The results show that there are no significant differences in the three dimensions of emotional loyalty imbalance, normative loyalty imbalance and economic loyalty imbalance between employees of different income in credit card center.
However, there are significant differences in the two dimensions of ideal loyalty imbalance and opportunity loyalty imbalance.
Further studies have found that the higher the income of the credit card center, the longer the time for work in this field, the higher the academic qualification, the greater the number of external job opportunities, and the higher the Journal of Financial Risk Management 
Hypothesis Verification and Research Results
This research employs a relationship test method to perform hypothesis testing by using SPSSAU6.0 statistical software. Overall, the hypothesis of this research mainly examines the relationship between influential factors of employee turnover and employee turnover in credit card centers. Since the independent variable of this research-the employee turnover influencing factor-employee loyalty imbalance has a multi-dimensional structure. Therefore, the test of the influencing factors not only needs to examine the mediating role of the variables as a whole, but more importantly, to find out which influential factors of employee turnover are used by the dimensions of variables to affect the employee loyalty imbalance variables.
Relational Test between Influential Factors of Employee Turnover and Employee Turnover of Bank's Credit Card Center
In the test of this relationship, the key is to examine whether the relationship between employee turnover and employee turnover (employee imbalance) is significant. Journal of Financial Risk Management
Relational Analysis
In statistics, correlation analysis is used to study the uncertainty relationship between variables. It is a statistical method to study the closeness of linear relationship between variables. Based on the results of relational analysis, it can be initially determined whether each variable has an effect. The most commonly used statistic method for relational analysis is the Pearson correlation coefficient. |Rxy| ≤ 1, if |Rxy| is closer to 1, then the linear relationship between variable Y and variable X is more significant (Xue, 2013) . In this research, the author analyzes the relationship between six variables in the influencing factors of employee loyalty scale and the five variables of employee loyalty to study the effect of each influencing factor on employee loyalty. The analysis results are shown in Table 12 .
From the analysis results, under the significance level of 0.01, each of the influencing factors has positive and negative relationship with different degrees in the five dimensions of employee loyalty imbalance, and the relationship coefficient is relatively high.
Relational Test between Work Pressure of Bank's Credit Card
Center and Employee Turnover As can be seen from Table 13 , the comprehensive indicator of the factor of work pressure shows a significant positive relationship, supporting the theoretical hypothesis H1. The relationship between multi-dimension of business development pressure and reject ratio pressure and employee loyalty imbalance is p < 0.01, showing a strong positive relationship, supporting the hypothesis H1a and H1b.
Relational Test between Development Prospects of Credit Card
Industry and Employee Turnover From Table 14 , it can be seen that the comprehensive indicators of the factors of the industry's development prospects show a significant positive relationship, supporting the theoretical hypothesis H2. The development prospects of the mobile payment business and the impact of the virtual credit card on the traditional credit card business are related to the employee loyalty imbalance p < 0.01, showing a strong positive relationship, supporting the hypothesis that H2a and H2b are established.
However, the pressure of horizontal competition, as can be seen from Table  13 , does not show a strong relationship with employee loyalty imbalance. Only in the dimension of opportunity loyalty imbalance, there is a positive relationship in horizontal competition pressure, assuming that H2c does not hold.
In summary, there is a strong positive relationship between credit card performance pressures and industry development prospects for employee turnover. In the fierce competition environment of the bank's credit card business market, employees are faced with market development pressures, persistently rising reject rates, difficulty in collecting badly and new market entrants to third-party payment virtual credit cards. So, under the ambiguous background of the industry's development prospects, the greater the pressure of performance in bank's credit card business, the more likely it is that employees will be lost. 
Relational Test between Compensation and Benefits of Credit Card
Centre and Employee Turnover As can be seen from Table 15 , compensation and benefits are negatively correlated with employee turnover, but the relationship is weak and supports theoretical hypothesis H3. Unlike traditional perceptions, compensation and benefits are not the main cause of employee turnover. The fair distribution system and the matching of welfare and labor income with employee loyalty imbalances have a strong negative relationship, supporting the assumption that H3b and H3c. It means that the stable salary and benefits that meet the living expenses and fairness can better maintain the loyalty of employees. Therefore, the establishment of a reasonable, fair, and scientific remuneration system is an issue that company must pay attention to, and it is also an effective way to deal with the employees' turnover.
Relational Test between Promotion Opportunities of Credit Card
Centre and Employee Turnover As can be seen from Table 16 , there is a strong negative relationship between promotion opportunities and employee turnover, supporting the theoretical hypothesis H4c. This shows that if employees feel that they have a future in their own company, they can be confident that they will work in their own company, thus retaining them and coping with the loss of employees.
Relational Test between Management Communication of Credit
Card Centre and Employee Turnover As can be seen from Table 17 , there is a strong negative relationship between Journal of Financial Risk Management there is a smooth information transmission mechanism in the company, employees can easily get some needed information. This can enhance employees' understanding of the company and bring employees closer to the company.
Relational Test between Work Responsibilities of Credit Card
Centre and Employee Turnover From Table 18 , it can be seen that work responsibilities have a high negative relationship with employee turnover and support theoretical hypothesis H5.
Among them, unlike traditional perceptions, job challenges are highly negatively related to employee turnover. It supports the theoretical hypothesis H5a, stating that employees want to be able to take on certain responsibilities at work and do challenging tasks which can increase their sense of job accomplishment and stimulate their initiative, creativity and sense of responsibility to maintain their enthusiasm for work.
Discussion of Research Findings and Countermeasures of Talent Turnover
Based on the analysis of related data conducted in the previous chapter and test results of the hypothesis, this chapter summarizes the research conclusions, explains the limitations and deficiencies of the study, and future research directions, and discusses the strategies for the employees' turnover of bank's credit card business. 
The Main Causes of the Employees Turnover of Bank's Credit Card Business
After analyzing the statistical data of this research questionnaire, the author finds out that the main reasons for the employees' turnover of credit card center are the following aspects: loyalty imbalance, unstable working environment, and small promotion space.
Loyalty Imbalance
Loyalty imbalance is the primary reason for the employees' turnover of credit card center. The employee loyalty imbalance dimension is related to gender, age, education, and marital status, form of employment, working years, and income.
The imbalance of employee loyalty directly affects the employee turnover rate, employees' satisfaction with the company, and employees' work attitude. This has brought varying degrees of influence to the daily management of the company, the replacement cost of human resources, and the stability of the team of credit card center teams.
Unstable Working Environment
The unstable work environment is the second largest cause of employees' turnover of credit card center. Through questionnaires, this research focuses on data collection for currently employed staffs of credit card center. In the face of the current reasons for not leaving the company, the table shows that the stability of the work environment accounts for 57.14% of the reasons. Through comprehensive analysis, the working environment is divided into two dimensions. The first dimension is that banks, as representatives of China's financial industry, are favored by many outsiders for their stability. Second, if companies can provide a stable working environment, they will be an effective measure to cope with talent turnover.
In summary, based on the advantages of the bank's institutional management, through the improvement of the bank's internal talent flow mechanism or rotation mechanism, a stable working environment can be created, so that employees can foresee their career development path (Table 19) . 
Small Promotion Space
Employees of the bank's credit card center believe that the small space for promotion is the main reason for choosing to leave. According to the questionnaire, the reasons for the most likely to leave are as shown in Table 20 . The small promotion space leads to 54.86% of the employees choosing to leave. According to a comprehensive analysis, the credit card center employees will focus on their own development space. There are few opportunities, single forms, and weak pertinence in bank's promotion mechanism. This shows that the company must establish a bridge between company development and employee growth. It is necessary to better think about the relationship between the company's development goals and the employees' career development goals. Employees often have strong motivation for success and a strong desire to pursue self-fulfillment. If an employee feels no hope for his future, he or she will doubt and be vulnerable to the seduction of outside companies. Therefore, companies must help their employees to plan their careers, so that each employee can see their own growth direction and growth space and feel the concern of the company. This helps employees to stay in the company and is more conducive to countermeasure to talent turnover.
However, the scientific individual career plan must be combined with the company's strategic plan. At the same time, the company must consciously help and guide the employees to formulate their career development plans, provide learning opportunities, and promote their sound development in favor of the organizational goals.
Attribution to Convergence of Banking and Pan-Financial Industry
The proportion of employees leaving the bank's credit card center to the banking and the pan-financial industry has nearly converged. Through questionnaires, which channels will be given priority in external job opportunities, as shown in Table 21 , 54.29% of the financial institutions chose to switch to the pan-financial industry, and 53.71% of the inter-bank credit card centers. Generally, with the rapid development of the Internet finance, third-party payment companies and other pan-financial industry, the increasing popularity of mobile payment and virtual credit card product forms, bank credit card center staff will pay more and more attention to the development of the pan-financial industry.
This shows that the bank's talent turnover has already faced the competition for talent from the pan-financial industry and financial institutions in the same industry.
Compensation and Benefits Isn't the Primary Factor in Employee Turnover
In this research, through relationship statistics, we can see that compensation and benefits are negatively correlated with employee turnover, but the relationship is weak. It means that compensation and benefits is the reason for the employees' turnover, but is not the main reason for the employees' turnover. Fair distribution system and benefits, labor income matching and employee loyalty imbalance show a strong negative relationship, stating that they can meet the living expenses, fair compensation and benefits, and better maintain employee loyalty. Therefore, the establishment of a reasonable, fair, and scientific remuneration system is an issue that companies must pay attention to, and it is also an effective way to deal with the employees' turnover. Conversely, in the countermeasures to talent turnover, compensation and benefits is not the most effective measures. Under the condition of limited room for promotion, enterprises should provide opportunities for employees to display their expertise as much as possible and use post matching to enable employees to do their best and follow the company's growth. Giving employees certain decision-making rights when appropriate and letting employees find a sense of belonging is an advantageous measure to cope with the employees' turnover.
The Active Role of Employees Emphasizing on Challenging Work on Team Stability
In the work of human resources management such as employee recruitment, employee development, and employee career promotion, the company should focus on the recruitment, training, and professional development of employees with active work characteristics, and expand the influence of this stability factor.
Conclusion and Prospects
This thesis takes the employees of the credit card center of the six banking insti-Journal of Financial Risk Management tutions in Guangzhou as the research object, and explores the key factors that influence the talent turnover of Chinese banking industry in the current environment. An official questionnaire is designed for research. Combining with the actual situation of domestic and foreign research results, in addition to the relational analysis on salary and benefits, career promotion and management communication which are traditional issues, this thesis has constructed a relational model of internal and external factors in the context of performance-based high-pressure brought by market saturation and the impact of the emerging business of mobile payment and virtual credit cards business. This thesis is more scientifically and comprehensively used for analysis and discussion.
Findings
Based on the theory of human resource management, this thesis takes the questionnaire of credit card center of six banks in Guangzhou as the research object. This paper analyzes and studies the key factors that affect the credit card talent turnover in Guangzhou under the current economic and social environment. The main conclusions are as follows: First of all, the unstable working environment is the main reason for the talent turnover of credit card center.
Secondly, the establishment of reasonable, fair and scientific compensation system is an effective way for credit card center to deal with talent turnover. Compensation and benefits are still the reason for talent turnover, but not the main reason for talent turnover. Fair distribution system and welfare, matching income and labor, show a strong negative relationship with the imbalance of employee loyalty, indicating that stable, fair compensation and benefits, which can meet the living expenses, can maintain employee's loyalty.
Furthermore, the small space for promotion is the main reason for choosing to leave. The bank card credit card center employee will focus on the job opportunities from both the pan-finance industry and the financial institutions of the same industry. It shows that with the rapid development of the pan-finance industries such as Internet finance, third-party payment companies and other pan-finance industries, mobile payment and virtual credit card products are becoming increasingly popular. In addition to facing the impact of the Internet financial industry on the banking credit card business, it also directly faces the competition for talents from banks in its own pan-finance industry.
Finally, employees with active working characteristics are good at discovering opportunities, actively constructing relationships and participating in business activities, and actively changing the environment and promoting the stability of the team, which are the stable factors in the talent team. Different from the traditional perception, the high negative relationship between job challenge and employee turnover indicates that this kind of employee wants to take certain responsibilities and do challenging work, which will increase their sense of job achievement, stimulate their initiative, creativity and sense of responsibility to maintain their enthusiasm for work.
Countermeasures of Talent Turnover in Bank Card Center
Based on the above conclusions, the corresponding measures to deal with the talent turnover of bank credit card center are as follows:
As for the reason for the talent turnover caused by the "unstable working environment", the measures can be taken into account. As representatives of China's financial industry, banks' stability is favored by many external talents. Bank can apply its advantages of the bank's institutional management. Through the improvement of the bank's internal talent flow mechanism or rotation mechanism, a stable working environment can be created, so that employees can foresee their career development path.
On changing the traditional view that "improving salary and welfare" is the most effective measure to cope with the talent turnover, we find that salary and welfare is still the reason of staff turnover, but it is not the main reason to affect the staff turnover. In the case of limited promotion space, the countermeasures of talent turnover can be considered, as far as possible to provide opportunities to employees to develop their talents, use post matching, so that employees can do their best. By giving employees certain decision-making power, employees find a sense of belonging, is a favorable measure to cope with talent turnover With regard to the reasons for the talent turnover caused by "employees focusing on jobs from the pan-finance industry and peer financial institutions at the same time," banks may consider to develop their business in the area of Internet finance. The expansion of the new business areas will provide more room for promotion for employees, while taking advantage of the stability of the working environment of banks, combining compensation, welfare and staff career development, to cope with competition for talent from the pan-finance industry and the financial institutions of the same industry.
As for the conclusion that "the employee with active working characteristics is the stable factor of the talent team" through the empirical study, attention should be paid to the recruitment, training and career development of employees with active working characteristics, so as to expand the influence of this stable factor.
Scientificity and Innovation
This thesis selects six representative banks as the research objects, including state-owned banks, national joint-stock commercial banks, and local commercial banks, credit card center staff who received the questionnaires from all levels and positions of banks' credit card center. A total of 175 valid questionnaires were successfully obtained. The data are rich, authentic and complete.
The theoretical basis of this thesis is guided by the theoretical model of talent turnover studied by previous research. The research background is based on the high performance pressure brought by the current market saturation of the credit card business of banks, which is impacted by the business of Internet finance.
The internal and external relationship model of the talent turnover and man-Journal of Financial Risk Management agement factors of bank credit card center can provide reference for further study and promote the human resource management of bank credit card business.
Limitation and Prospects
Although the solution proposed by this thesis closely combines the actual situation of the credit card centers of six banks in Guangzhou and obtains primary data, the dimension of the model is relatively single and limited. The parameter selection of dependent and independent variables is relatively small, the real data has deep digging space, and the in-depth analysis of the correlation between the data, need to be further refined and in-depth study.
The talent turnover of bank credit card center will be a dynamic development problem, which needs continuous attention and research. The factors that affect the talent turnover will be different in different periods. With the development of the talent team, the human resource strategy will follow up with the change of the external environment and the development of the bank. Banks' credit center should pay attention to the talent demand, which will lay the foundation for the sustainable development of the bank. Journal of Financial Risk Management Combined with data accumulation and analysis, combined with the characteristics of industry and crowd, the management system of credit card business was established.
2
Development of Credit Card products and Operation system for different customer groups 3 Combine the innovation and evolution of consumption and payment technology, enrich the virtual credit card and entity card payment carrie 4
Establish a fair and reasonable performance appraisal system to achieve rewards and penalties 5 Improve the transparency of management and create an open and fair working environment 6 Establish a multi-channel promotion mechanism, and give timely recognition to the outstanding employees 7
Cultivate the team spirit of the staff 8 Leaders care about respecting and trusting employees
